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1. Statement of Intent 
 
Salisbury NHS Foundation Trust as a service provider recognises that domestic abuse is a 
serious issue within our society and affects many people's lives.  The Trust recognises that 
domestic abuse can affect an individual's work performance and that as an employer we 
have a responsibility for health, safety and welfare at work.  The values and behaviours of 
the Trust make a clear commitment to reducing inequality and promoting dignity at work.  
As part of this we are seriously committed to tackling domestic abuse as its effects become 
apparent in the workplace. 
 
The Trust will provide an effective, confidential and sympathetic response to staff who are 
experiencing domestic abuse.  Awareness training will be provided for key Trust employees 
to enable them to support staff.  
 
The purpose of this policy includes raising the awareness for staff about domestic abuse. 
The Trust recognises that domestic abuse is a serious issue and it is essential that the 
working environment promotes the view that domestic abuse is unacceptable and will not 
be condoned.  
 
Details of support services are readily available for victims of domestic abuse in various 
settings on the Safeguarding Hub, found on the Trust intranet at the following link: 
http://intranet/website/staff/staffservices/safeguardingchildrenandadults/index.asp 
 
Support is available for both staff and managers and may include staff from the following:- 
 

• Chaplains 
• Key nurses involved with Safeguarding Children & Adults 
• Occupational Health and Safety Services 
• Human Resources 
• Trade Unions 
• Dignity at Work Ambassadors 

 
 
In line with the policy the Trust will ensure support in the following areas:- 
 

•        Provide extended special leave to enable time off to visit solicitors and other 
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 agencies 
•        Job security for staff attempting to flee a violent situation, and/or favourable 

consideration given to a change of workplace/work arrangements request 
•        Consider favourably an advance of pay request 
•        Offer confidential counselling through Occupational Health, the Chaplains, and 

Occupational Health Counselling Service  
•        Consider any security arrangement which may need to be in place 

 
2. Definition of Domestic Abuse 
 
There are various definitions of domestic abuse; this policy recognises the definition as 
used in the Home Office. 
‘Any incident or pattern of incidents of controlling, coercive or threatening behaviour, 
violence or abuse between those aged 16 or over who are or have been intimate partners 
or family members regardless of gender or sexuality. This can encompass, but is not 
limited to, the following types of abuse: psychological, physical, sexual, financial and 
emotional' 
 
Domestic abuse is essentially about the misuse of power and the exercise of control by one 
adult person, over another adult. Such abuse may manifest itself in a variety of ways 
including physical violence, emotional or psychological abuse, sexual violence and abuse, 
financial control and abuse and the imposition of social isolation or movement deprivation. 
 
We recognise the majority of those affected are women but this policy applies to 
men and women equally.  This policy recognises anti-discriminatory practice and 
will be used regardless of age, cultural belief, disability, gender or transgender, 
race religion or sexuality.  
 
3. Impact of Work 
 
Domestic abuse can influence the health and self-confidence of staff who may in turn feel 
unable to confide in others or seek help.  It is therefore important to be aware of domestic 
abuse as a possible cause when staff are depressed, distracted, lacking in self-confidence 
or visibly injured.  Domestic abuse will have an impact on performance at work and 
therefore has a direct effect on quality of service provision. 
 
Domestic abuse has implications for the workplace and may be identified in areas such as: 

•         Lateness 
•         Absenteeism 
•         Health and safety 
•         Work performance 
•         Job prospects 
•         Behavioural change  
•         Reduced confidence 
•         Physical and emotional exhaustion 
•         Bruising or injuries 

 
4. Good Practice Principles 
 
4.1 Abusive behaviour is the responsibility of the perpetrator.  No proof of abuse is 

needed and a victim's statement alone must be enough for them to be given 
support and information on protection and help. 

 
4.2 Employers must ensure that there is no collusion with the behaviour of employees 

who are perpetrators of domestic abuse.  Serious consideration should also be 
given to whether a perpetrator's conviction for domestic abuse brings the 
organisation into disrepute.  In some instances, this may be regarded as gross 
misconduct.  Information should also be available about perpetrator programmes 
locally which may assist them to address their abusive behaviour. 
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4.3         Fair and open practices are key when responding to domestic abuse, including non-

discrimination against abused women in recruiting and promoting women and 
sensitivity in performance evaluation. 

 
4.4 A victim's experiences of domestic abuse may be compounded by racist reactions, 

isolation, language and cultural barriers or other reactions to age, sexuality or 
disability. The same access to information and support should be available for 
everyone experiencing domestic abuse.  Employers should not make assumptions 
about what action is appropriate because of a woman's age or because e.g. she is 
black, disabled, a lesbian or whether or not she has children.  It should also not be 
assumed that only a husband / male partner is a threat because abusers may 
include relatives, friends and same-sex partners. 

 
5. Confidentiality 
 
Once an employee has disclosed to their manager, colleague or the HR Department that 
they are experiencing domestic abuse, the information will be kept confidential unless 
there is a statutory duty to report the information to the relevant organisation. Included in 
these exceptions are when there are Safeguarding concerns for adults or children, for 
instance, if an employee gives information that suggests that their child (children) or 
another child (children) or an Adult at Risk is also at risk from abuse (whether physical, 
emotional, sexual  or neglect; financial abuse is also a risk for Adults at Risk).  

 
When considering Safeguarding Children, emotional harm may be caused even if the abuse 
is not directed against the child, but may result from seeing or hearing the ill treatment of 
others. In these circumstances, the manager should inform the employee that they are 
seeking further advice from an appropriate agency i.e. Social Services, the Trust's Named 
Nurse for Safeguarding Children or Lead Nurse for Safeguarding Adults and they have a 
statutory obligation to pass this information on to these bodies.  The need to protect 
children within the household overrides the duty to maintain the confidentiality of 
the adult. Consent to share the information should be sought from the victim, but 
can be shared if denied.   
(Information and advice on Safeguarding Children & Adult issues can be obtained from the 
Safeguarding Children & Adult Named Nurses, Policies on ICID or Social Services). 
 
Managers have a duty to maintain a secure environment for all employees and this could 
be made easier if colleagues are aware of potential risks.  It is essential that managers 
agree with the individual concerned what information to tell colleagues.  Employees should 
be reminded this information is confidential and any unauthorised breaches of this could 
result in disciplinary action being taken.  The consequences of breaching confidentiality 
could have serious effects for the person experiencing domestic abuse, increase the 
likelihood of further abuse. 
 
6. Ensuring Safety 
 
The responsibilities of employers, employees and others for the health and safety of 
persons at work are defined by the Health and Safety at Work Act 1974.  The  Trust has 
developed policies and procedures for managers to deal with incidents where an employee 
is verbally abused or threatened or physically assaulted in the course of their work.  (See 
Dignity at Work Policy and the Security Policy). 
 
Lone working may be defined as any situation or location in which someone works without 
a colleague nearby or when someone is out of sight or ear shot of other colleagues.  It is 
paramount that each department that has lone workers undertakes regular risk 
assessments and puts procedures in place for the staff within the department to be safe 
and secure within their working environment. The Local Security Management Specialist 
(LSMS) can offer advice to departments who wish to review or replace procedures (see for 
reference Security Policy). 
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Managers may have to consider additional factors if  incidents involve domestic abuse.  
Incidents may involve violent partners or ex-partners visiting the workplace, abusive 
phone calls, or intimidation or harassment of an employee by the alleged perpetrator.  
 
These issues could be addressed by the following measures: 
 

(i)          Improving security measures, such as changing key pad numbers or 
ensuring that access to buildings is open to authorised employees only. 

 
(ii)         Reminding staff not to divulge information about employees, especially 

personal details such as addresses, telephone numbers or shift patterns. 
 

(iii)        Offering temporary or permanent changes in workplace, work-times and 
patterns, helping to make the employee less at risk at work and on their 
journeys to and from work.  This could include changes to the office layout 
to ensure that the employee is not visible from reception points or from 
ground floor windows. 

 
(iv)        Offering changes in specific duties, such as answering phones or working in 

reception areas, or, in exceptional circumstances, redeployment to another 
post if an alternative option is not easily found. 

 
(v)         Agreeing what to tell colleagues and how they should respond if the abuser 

telephones or calls at the workplace. 
 

(vi)        Making sure that the systems for recording an employee's whereabouts 
during the day are adequate and if the work requires visits outside the 
office, considering how risks can be minimised (e.g. changing duties or 
allowing another colleague to accompany them on certain visits or 
meetings). 

 
(vii)      Recording any incidents of violence in the workplace on an Adverse Incident 

Form, including persistent phone calls, emails or visits, to an employee by 
their partner/ex-partner.  Details of any witnesses to these incidents should 
also be noted.  These records could be used later if the employee wants to 
take legal action. 

  
(viii)   Involving LSMS in Safety planning at work for the employee. 
  
(ix)     Supporting the employee to involve the Police Domestic Abuse Unit, who 

can support both the individual & with safety planning. 
 
7. Guidelines for Support 
 
Abusive behaviour in a domestic context is unlawful and is unacceptable to society.  This 
should be stated explicitly when approached by either party, to provide reassurance to the 
victim and a warning to the perpetrator (if an employee). 
 
It is recognised that some managers may not feel confident in this situation and, therefore, 
it is advisable to follow the guidelines below and seek help/support from the HR 
Department. 
 
A person alleging abuse is to be believed. They must be supported to ensure they do not 
have to endure it any longer and that it is completely unacceptable. 

Specific guidelines are as follows:- 
• Listen, provide space to talk; do not pressurise to take action 
• Give a positive message that domestic abuse is a serious crime and every individual 

has the right to live a life free from abuse in any form 
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• Reassure them they are believed 
• The employee must never be told they should leave their partner (they are at most 

risk at the point of leaving of serious injury or murder) without a safety plan 
• Ask the employee what they want to do, if anything, and respect their decision.  Do 

not judge or offer an opinion about their decisions 
• Ask the employee if they want to report it to the police and/or need to see a 

General Practitioner/Occupational Health Nurse for medical attention – again this is 
their choice 

• Give information (not advice) about local refuge or help lines.  Inaccurate or 
bad advice is worse than no advice at all.  Visits to the Refuge may be arranged by 
the victim without a commitment to accept a place there 

• Give information to the employee about Staff Counsellor/Chaplain/Other 
Counselling Services/ Dignity at Work Ambassadors 

• Be prepared to offer the same standard of support on all occasions no matter how 
many times the same employee comes forward.  Remaining in the relationship is 
part of the nature of domestic abuse 

 
8. Responsibilities of Management 
 

• To provide a confidential and sympathetic response to staff who may be suffering 
through domestic abuse. 

• To allow time off to visit solicitors and other agencies under the Special Leave 
Policy. 

• To reassure staff that their job is guaranteed should an individual require extended 
leave to flee the abuse.  

• Finance is often difficult in this type of situation and an advance of pay could be 
suggested 

• Where a member of staff requests a change of work site, redeployment should be 
sought by the manager.  A change in working hours or other temporary measures 
could also be an option for the employee. 

• To ensure that security arrangements have been considered for staff working alone. 
Managers should ensure that all staff are aware that under no circumstances should 
the workplace of the individual be divulged. 

• Information contained in the individual's personal file will not be divulged to anyone 
without the permission of the manager and individual.  It may be required as 
evidence in court proceedings and must be recorded accurately, using the victim's 
own words as far as possible, timed and dated.  This information can be removed 
from the personal file at the request of the individual at any time. 

• Where written information has been given to the Line Manager from the employee, 
or where information collated by the Line Manager, this information should be kept 
on the employee’s personal file in a locked secure environment where only the Line 
Manager has access to this. This information will then be destroyed at the same 
time as the employee’s personal file. This information can however be removed 
from the personal file at the request of the individual at any time. 

• To ensure that appropriate confidential support/counselling is made available to 
employees suffering domestic abuse if requested 

• In circumstances where there has been no disclosure of domestic abuse but a 
manager, supervisor or colleague suspects that it may be an issue, it is only 
possible to identify and address any performance problems that may come to light. 
All employees should be clearly and regularly informed about the organisation's 
policy on domestic abuse. 

• To invoke the disciplinary procedure against an employee who is an abuser where 
there is a conflict between the post held and the criminal allegation against them. 

• Establish how to contact the alleged victim, contacting them at home may not be 
appropriate. 

• Ensure that any verbal conversations with the individual, whether they be face to 
face or on the telephone, take place in a private room away from distractions to 
ensure complete confidentiality 
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9. Dealing with Perpetrators 
 
9.1 Following the Trust becoming aware of a 'perpetrator employee', an investigation 

may need to be carried out to determine whether abuse has occurred during work 
time or using workplace resources. It may be that it would be inappropriate for the 
perpetrator to carry out certain duties and consideration should be given to 
redeployment. 

  
 9.2   If domestic abuse results in a criminal conviction, this may present a conflict 

between the conviction for abuse and the nature of employment. Consideration 
should be given to whether the perpetrator's actions and any resulting conviction, 
brings the organisation into disrepute and may constitute gross misconduct. A 
criminal conviction may require a Fitness to Practice referral to a professional 
registration body 

  
 9.3   Confidentiality of the alleged perpetrator is paramount whilst any investigation is 

being carried out. 
  
 9.4   Do not allow employees to justify their behaviour with excuses. Domestic abuse is a 

choice and perpetrators are solely responsible for the violence and abuse. 
  
 9.5   Ensure the perpetrator is unable to use their position to find out details about the  
         whereabouts of their partner, through databases, personal files or contact with other 

agencies. The Trust policy on Data Protection & Confidentiality provides guidance. 
This policy document is concerned with the Trust's compliance with the Data 
Protection Act 1998 and should be read in conjunction with the Confidentiality NHS 
Code of Practice. 
   

  9.6  Make clear that the Police will be called if there is evidence of violence or abuse 
during work time, an Adverse Incident Form completed and LSMS informed on the 
next working day. 

 
9.7 Information should be made available to the employee on local perpetrator 

programmes. 
 
11. Responsibilities of Employees 
 
• To ensure they inform their line manager if they are involved in a domestic situation 
which impacts on their work.  Specific details are not required, but a joint approach to 
problem solving to resolve the work issues is essential 
  
•    Employees who know of colleagues who are suffering from domestic abuse should 
acknowledge a duty of care and provide practical advice or support for them.  However, 
unnecessary intrusion should be recognised and respected.  Support to those supporting 
colleagues must be offered 
  
•    To keep matters concerning colleagues confidential, abusive partners use numerous 
devious methods of tracking partners (to reveal such information could put a colleague at 
risk) 
  
•    If in any doubt whatsoever, employees should not reveal any information, check first 
with the manager 
 
12. What to look for 
 
Not all victims behave in the same way, nor does any single characteristic point to a 
victim. 
 
PHYSICAL 



DOMESTIC ABUSE POLICY - SUPPORTING OUR EMPLOYEES                                                        VERSION: 3.0 
AUTHOR: HR ADVISOR                                                                      APRIL 2017 
   Page 8 of 10 

• Unexpected burns or bruises, areas of superficial reddening of the skin consistent 
with slaps, injuries in various stages of healing or chronic injuries. 

• Injuries in areas of the body inconsistent with falls, walking into doors or other 
explanations given. 

• Injuries to the breast, chest and abdomen.  Abused women are more likely to be 
injured in these areas and these are common injuries during pregnancy. 

• Injuries to face, head or neck. 
• Frequent gynaecological problems in women which might be evidence of sexual 

abuse. 
• Frequent unexplained visits to doctor – explained with vague symptoms. 
• Frequent use of pain medications. 

 
EMOTIONAL 

• Panic attacks / anxiety / depression 
• Exhibits severe stress reactions 
• Emotional exhaustion, lack of emotional control 
• Impaired thinking 
• Decreased concentration / attention span 
• Eruptions of aggressiveness, anger out of context 
• Alcohol / drug abuse 
• Frequent use of minor tranquilizers 

 
BEHAVIOURAL 

• Person may be frightened, evasive, ashamed or embarrassed 
• Startle response is elevated 
• Withdrawn and quiet due to feelings of isolation 
• Low self esteem 

 
OTHER 

• Unusual number of calls from home and strong reaction to these calls. 
• Comes to work late, needs to leave early 
• Secretive about home life 
• Partner may attempt to limit their work or social contacts 
• Partner may ridicule them in public 
• Partner exerts unusual amount of control over their life 

(Based on 'Domestic Abuse, Honour Based Violence (HBV) & Stalking - a Guidance for 
Healthcare Professionals'). 
 
 
REMEMBER 
  
Domestic abuse is fundamentally a process of psychological intimidation. Domestic abuse 
is controlling behaviour and includes all kinds of physical, sexual and emotional aspects 
within all kinds of intimate relationships.  This may include: 
 

• Physical assault 
• Sexual abuse 
• Rape 
• Destructive criticism 
• Pressure tactics 
• Disrespect 
• Breaking trust 
• Harassment 
• Abusers may offer 'rewards' on certain conditions 

 
Offering basic information about services is very helpful whether they are used 
immediately or not.  Victims need a link to the larger community, and may be unaware 
that they need or deserve these services because they may minimise the abuse or not 
recognise they are a victim of domestic abuse. 
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Pressuring victims to leave the abuser is NOT helpful and must not be suggested.  Victims 
are most at risk of serious injury or death at the time they are leaving or have just left a 
relationship. Leaving the situation is a step that should be carefully planned with 
appropriate specialist support. 
 
 
ACKNOWLEDGING THAT THE ABUSE IS HAPPENING IS THE FIRST STEP TO 
STOPPING IT 
 
13. Details of Other Relevant Policies that apply 
 
This policy should be read in conjunction with other Salisbury NHS Foundation Trust 
Policies and in particular: 
 

• Management of Attendance Policy and Procedure 
• Disciplinary Policy and Procedures 
• Security Policy 
• Dignity at Work Policy 

 
14. Domestic Abuse and Safeguarding Contact  
 
Safeguarding Children: 

 
Angela Conway - Named Nurse for Safeguarding ChildrenChildren’s Outpatients 
Level 3 
Salisbury NHS Foundation Trust 
Telephone 01722 336262 ext 2272/ 07500 785041 

 
Dr Tamsin Griffiths and Dr Katrina Pettit - Named  Drs for Safeguarding Children 
Children’s Outpatients 
Level 3 
Salisbury NHS Foundation Trust 
Telephone 01722 336262 Ext.  2311 
 
Named Midwife for Safeguarding Children 
Maternity Department 
 Telephone 01722 336262 ext 2819 

 
 
Safeguarding Adults: 
 
Gill Cobham, Lead Nurse for Safeguarding Adults 
Quality Directorate 
01722 336262 ext 2814/  07584 156751 
 
A practical help pack can be found at the following link: 
http://intranet/website/staff/staffservices/safeguardingchildrenandadults/index.asp 
 
15. References 
 
Dorset Primary Care Trust 

- Policy on Domestic Violence 
- (dated August 2008) 

 
Raglan Housing Association 

- Supporting Staff Experiencing Domestic Violence Policy 
(dated December 2007) 
- Domestic Violence Policy 
(dated September 2006) 
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Appendices 
 

Appendix Description File 
 
A 
 

 
Implementation Plan 

 

 
B 

 

 
Equality Analysis 

     

 
C 
 

 
Privacy Impact Assessment 

 

 
Implementation Plan 
 
An Implementation Plan has been completed and can be found at appendix A. 
 
Equality Analysis 
 
An Equality Analysis has been completed and can be found at appendix B. 
 
Privacy Impact Assessment 
 
A Privacy Impact Assessment has been completed and can be found at appendix C. 
 
 


